The quality of Human Resource and leadership are the two important determinants that determine the success of an organization. Though many organizations asserts that people are their most valuable asset, still very few organizations follows a structured approach for proper talent management i.e. the anticipation of needed human capital in organization, with appropriate system for retaining and rewarding their workforce. The paper proposes a model for performance based Succession Planning(SP) and Performance Appraisals (PA) on the basis of ordinal scale of measurements using expert opinion in terms of linguistic variables such as excellent performance high performance, Moderate and poor performance. The model presented in this paper is an attempt to help organizations in identifying and developing successors for the key position using data gathered through performance appraisals that will help in evaluating the performance of an employee using specific performance appraisals criteria. The proposed model will be beneficial for organizations in strategically identifying and developing required talent pool within the organization for internal promotions through performance appraisal reviews and competency assessments using fuzzy logic, multi valued evaluation model.
Section 1: Introduction:
Despite the emerging trend of corporate downsizing in organizations all over the world, the management and development of human talent and leadership is still a top priority for managers today. For maintaining and retaining talented and knowledged workforce, it is important to have a proper performance management specifically performance appraisals system and succession plan for the employees in order to ensure a smooth career path to employees within the organization. Performance appraisal of employee is beneficial in terms of doing planning for any specific position within the organization and is one of the key tasks towards managing workforce of the organization [1] . Performance appraisal is a systematic process that seeks to evaluate employees' performance and helps in identifying employee's potential for further growth and advancement within the organization's career ladder. The basic aim of performance appraisal system is to monitor employee performance, boost employee motivation that will in turn improve company morale and is a useful tool for understanding and assessing employee skill potential. Mostly supervisors are the immediate source of judging and evaluating the performance of their subordinates ,however in some recent methods of performance appraisal like 360˚ feedback employee is being evaluated by everyone that come in contact with him, be it a supervisor , colleague, customers, peer, subordinate managers, team members, suppliers and vendors. This type is different form other traditional method of performance appraisal as in this information about employee is gathered from all possible sources to sketch full picture of employee performance i.e. a full assessment of employee from multiple sources. On contrary, subordinate (appraises) are too now recognizing the importance of performance appraisals, since this tool of performance management affects their rewards and paves the way for further developmental opportunities like trainings, promotions , transfers, salary increases bonuses etc.
Similarly data gathered through Performance appraisal can also be used for identifying successors for key leadership positions in the organization, in order to have a strong HR supply of talent to fill positions as they become vacant "Succession planning is the process of identifying and preparing internal staff with the potential of leadership to fill key leadership positions within the organization. [2] Hence it's of immense importance that organizations should follow a proper structured approach or system for discovering and promoting the most qualified candidates as organization's success mainly depends upon the caliber of its workforce that ultimately determines the survival and growth of the organization and is the main source of building competitive advantage over other organizations.
Keeping in view the wide application of the concept of fuzzy set theory in the spectrum of performance appraisals and succession planning, this paper is an attempt to present an integrated model of Performance appraisals and Succession planning using multi valued evaluation model which are often used vaguely in terms of linguistic variables.
The paper proceeds as follow. Section 1 present Introduction Section 2 Consist of developing a theoretical framework that gives a brief concept of PA, SP and Fuzzy logic with its application in the field of HRM specifically PA & SP.
Section 3 consist of methodology adopted in this paper. Section 4 presents An Integrated Conceptual Model of Performance Appraisals and Succession Planning using Multi valued Evaluation. Section 5 presents conclusion.
Section 2: Theoretical Framework
Human Capital of the organization is one of the most valuable assets of the organization. Resource Management experts are now using Performance appraisals and Performance management, as the terms synonymous to each other as both deals with the evaluation of employee competence and performance in the organization. Performance appraisal and succession planning, the key concepts that are adopted in the paper for the development of the model for internal promotions and performance management, leverages each other as the data collected through Performance Appraisals can be used for the identification of the successors for filling key positions (critical) and sometimes non critical positions in the organization. [3] Hence, Performance appraisals is an important tool, that can be used as an input to succession planning in discovering and identifying potential skill set and competencies for filling the future staffing needs of the organization that becomes vacant due to retirements, turnovers, or any unforeseen circumstances like death of the employees etc. Performance appraisal, in terms of planning for any key position in the organization, is an essential task towards the management of a work force in the organization as it also impacts employee's rewards and helps in defining his/her future career path with the organization.
Performance Appraisals (PA) Concepts
Performance Appraisals, the second important concept taken for the development of the model in the paper, is also known as Performance evaluation, a tool for providing Employees feedback about their performance. Performance appraisal is a systematic process that is done on the periodic basis i.e. annually or bi-annually in some organizations, the basic purpose is to assess individual employee's job performance and productivity according to certain pre-established criteria and organizational objectives. [4] Performance appraisal takes into account the past performance of the employees and focuses on the improvement of the future performance of the employees. There are two basic purpose of conducting performance appraisals, Developmental purpose and Evaluative Purpose. Developmental purpose is used to identify the weak areas of employee's performance. The gathered data is than used to provide trainings and development opportunities to the employee. On the other hand evaluative purpose helps organizations /evaluators in informing employees about their performance and further in rewarding excellent performance and to punish poor performance. However the purpose of the appraisal should be clearly communicated to both the rater and the employee, whose performance is being evaluated. Performance appraisal is gaining importance as an important tool for not only managing the performance of the employees but also as a means for developing and rewarding employee performances and the data gathered can also be used for promoting staff on the basis of their performance, knowledge ,skills and attitude (KSA)
Succession Planning (SP)
Succession planning is an ongoing process of anticipating the future staffing needs mainly the identification of future leaders of the organization from within the organization, in order to select, train and develop internal human capital to assume key positions in the organizations as positions become vacant because of the retirements, general attrition or any other unforeseen circumstance. [6] It is a proactive approach of filling future organizational needs of internal supply and Promotions of employees and for ensuring the continuity of talent within the organization for all critical positions. [7] The main aim of succession planning that distinguishes it from workforce planning is to have right leadership at all key positions in all organizational levels. 
Application of Fuzzy based Methods:
In the following section the basic concept of fuzzy set theory and linguistic variable is presented. We will than present a ranking system based on the basis of linguistic variables.
There is a wide application of fuzzy logic and fuzzy based methods in Management According to literature available on fuzzy logic, it has been observed that the idea of integrating PA and SP with fuzzy based Multi valued evaluation (fuzzy concept) is a good concept.
Section 4: Methodology
In this work we are going to present a Performance appraisals and succession planning process on the basis of linguistic variables measured on a scale from 1 to 8 (which can be further extended depending on the needs of the concerned organization) to grade criteria for each aspect of staff evaluation -which may be as follow 
Employee Evaluation

LINGUISTIC VARIABLES AND GRADE FOR EACH ASPECT
We have taken less number of values of linguistic variables keeping in view the work rating situation in our country which might create unpleasant situation and a separate study is needed in this context.
Section 5: Performance Appraisal Model (AP-MEM)
The application of Multi valued Evaluation model in the performance appraisal system consist of five linguistic variables.
As illustrated in figure 1 (PA/SP Model) , each model indicates one single aspect After collecting the employees performance reports on each aspects from concerned managers, the employees overall rating can be computed using equations mentioned in figure 2 (see output boxes )
In figure 2, F is the factor to be evaluated in each aspect, whereas P (f) is the result of employee performance in a selected aspect.
The first evaluation formula in Figure 1 Responsibility and Aspect 4 social Networking, respectively. Furthermore we can evaluate linguistic variable and weighting for each aspect and eventually employee's average performance can be computed which needs further in depth work and thus will be repeated later on.
Conclusion
We have developed a performance appraisal system which can be integrated with succession planning using subjective method of linguistic variable grades based on experts of the employee's performance assessment and competency mapping. This conceptual model covers performance evaluation and succession planning and demands for further work in this field of research keeping in view organizations and their administrative setup. Step 1 Step 5
Step 2
Step 3
Step 4 Step 6 
